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Mandat2 


The Ontario Status of Women Councif was established 
by Onder-in-Counci2 in September 1973. T1ts mandate 
was Aevesed Oy Order-in-Counci? in May 1979: 


To advise the Goverment of Ontario, through 
the Provincial Secretary for Social Develop- 
ment, on matters pertacning to tne status of 
women and without Limiting the generality of 
anZ foregoing: 


a} 


fo evaluate and monitor existing 
Legislation, oclicizs and prcgrams 
related to the needs and status of 


wemen 


0) to identizy srectiia areas reguiring 
he attantion of goverment and to 
xecommend 2egisiztion and prxcgram 
changes 


ce) £0 ecnsult with groups, nold nublic 
meetings and 444ue posction papers out- 
Lining alternative policizs on specisia 
4bShuUCS WEA the outpose of Stdmulating 
publia diseussion 


d} t0 respond to requests from the Provineiad 
Secretary gor Social Devetonment and ints érizs 
sor advice and consuliztion on matiers r2cating 
xo women 
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Women's participation in the labour force has changed 
dramatically during the twentieth century. Such change has, of course, 
been accompanied by other related social changes which reflect trends 
in the activities and attitudes of all segments of society. Tne 
twentieth century has seen an enormous influx in terms of the number 
of women working outside the nome. [n 1891, at. the time of the first 
Canadian census, 12.5% of paid workers were women. By. 879, -15-756,000 
women working outside the home made up 41% of Ontario's labour force. 


Traditionally, women were regarded as temoorary workers 
only. Employers often required or at least expected that women would 
resign upon marriage or pregnancy. [In 1951, only 15% of married women 
worked outside the home. Today, over nalf of the married women in 
Ontario work outside the home. Approximately two-thirds of women aged 
25 - 44 are employed outside the home. 


Women have traditionally participated in a very narrow 
range of occupations, most frequently those for wnich pay, benefits 
and status have been low. The constraints which led to this job 
gnettoization were lifted during the two world wars at which time 
women were permitted to participate mora equitably in the labour force. 
fter each war, constraints to equal access were deliberately reinstated 
and women either left the labour force or returned to the joo ghectas. 


Despite all resistance, however, there has Deen steady, 
albeit slow, change in the participation af women in the labcur force. 
The 1960's and 1970's marked times of major increase in the number oly 
women working outside the home. The 1970's also saw unparalleled changes 
in the traditional family structure and the traditional patterns of 


bearing and raising children. 


As changes have occurred, governments nave made various 
legislative attempts to address problems and inequities faced by women 
in the labour force. 


"In the 19th century and the first half of the 
20th century, legislation with respect to 
working women focused on working conditions. 
In the 1950's, there was increasing emphasis 
on laws requiring equal pay, but it was not 
until the late 1960's and the 1970's that a 
spate of legislation was introduced to try 
to make the early and unsuccessful equal pay 
laws work, to ban discrimination against 
female employees, to try to correct the unequal 
employment opportunities of women and to 
recognize the different employment conditions 
necessarily arising from women's child-bearing 
role." 


Despite tnese efforts, however, continued ineauittes exist 
in the occupational and salary status of women in the Province of 
Ontario. The Ontario Status of Women Council ‘has monitored the rata 
and nature of changes with respect to women in the labour force and 
concluded that there is an immediate need for the Province of Cntario 
to develop a comorshensive emoloyment strateay for women far tne 
decade 1980-1990. 


The 1970's represented a period of refinement and reformulation 
of analyses af some af the major problems encountered by women in the 
work force. Governments ratified numerous principles and some policy 
directions related to equal opportunity in the work force. Despite 
ratification of basic orinciales, however, the occupational and salary 
status of women in Ontario's labour forca nas not shown the anticioated 
improvement. Women in the province are becoming disillusioned with the 
Government's attempts to ensure equal employment opoortunity. No 
longer can commitment be measured in terms of ratification of princiolas. 
[t is time for effective policy and program action designed to measurably 
improve the training and employment opoortunities and occupational and 
salary status of women in Ontario. 
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The background paper to this Cabinet Brief presents data 
which clearly demonstrate the employment-related inequities and 
systematic disadvantage which women face in the Ontario labour force. 
The following paragraphs highlight some of the major findings discussed 
in the background papers. 


Child-bearing and child-rearing responsibilities nave been 
one of the major factors inhibiting participation and advancement of 
females in the labour force. The Ontario Status of Momen Council is 
committed to the helief that the availahility of accessible and 


affordable quality child care is essential to the attainment of full 
equality for women in Ontario's labour force. 


Estimates indicate that between 200,900 and 250,000 children 
of working women in Ontario are under age five. Many more working women 
have children between the ages of five and sixteen. To meet the needs 
of these families, there are approximately 57,000 licensed daycar2 spaces in 
centres in the province. In addition, there are just over 3,500 orivate nome 
licensed spaces. Clearly, there is a severe shortage of licensed 
childcare facilities in Ontario. As the Ministry of Community and 
Social Services does not require daycare centres to report each centre's 
number of subsidized spaces, no accurate figure is presently availabie 
On the number of subsidized daycare spaces in Ontario. 


This situation has serious implications for the employment 
opportunities of women in the Province - not only in terms of constraints 
to entering tne labour force, but also in terms of the nature of the 
jobs women can oursue. 


Unemployment rates for females are substantially higher tnan 
unemployment rates for males, and the dao nas been widening. [In 1966, 
the difference between male and female unemployment rates was 0.8% - 
a rate of 3.1% for famales compared witn 2.3% for males. In 1973, when 
the overall unemployment rate in Ontario was 7.2%, the female unemployment 
rate was 2.6% higher than the male unemployment rate - 8.39% for females 
compared to 6.2% for males. Ouring 1979 the overall unemployment rate 
came down to 6.3%, with the maie unemployment rate dropping to adout 
6%, but the female unemployment rate stayed near 8%. 


Although females comprise about 40% of the labour force, 
they accounted for more than half of the total number of unemployed 
persons in Ontario during six of the last seven months of 1979. 


For those women who do find employment, the chances are much 
greater than for men that it will be part-time work, whether or not 
they want or need full-time employment. Furthermore, it will be in 
one of the handful of occupational groups characterized by stereotyped 
traditional female jobs. Invariably these jobs are low Oaying, provide 
little opportunity for independent judgement or variety, and offer 
Tittle chance of advancement. 


More than two-thirds of all female workers in Canada ara 
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concentrated in just four occupational categories - clerical, service, 


medicine and health, and teaching. 


The averaade earnings forfull year female workers in 
1977 was 56.5% of full year male workers, and the gap continues 


to widen. The large and persistent earnings gap between men 

and women, which is associatad with even larger gaps in total 
compensation when one considers wace-related benefits such as 
pensions, is extraordinary. It is doubtful whether such a large 
sustained and systematic earnings differential between any other 
groups in society would be tolerated with such equanimity as 

the male/female earnings gap has been tolerated in Ontario. 


The patterns described above are demonstrated with greater 
detail in the background paper. They clearly indicate evidence of a 
major social and economic problem of inequity in the Ontario labour 
force. On the basis of a review of the employment status of women in 
Ontario, the Ontario Status of Women Council urges the Ontario Government 


to develop an employment strategy for women in this Province. Such 
a strategy must produce an equitable labour market wnich will facilitate: 


4 For women choosing to work - increased labour force 
opportunities within the Ontario labour force, including 
comprehensive quality childcare support services. This 
would involve a reduction in the female unemployment rate 
and greater opportunity for equal access to the Ontario 
labour force. 


9 To reduce occupational segregation - areater opportunity 
for women to enter non-traditional and nigher paying job 
Sectors of the economy within the Ontario labour force. 


@ For wage equity - elimination of compensation package 
disparities between women and men, including both wages 
and benefits. 


The Council has reviewed current programs and policies which 
either facilitate or inhibit change in women's participation in 
Ontario's labour force. This review, which is described in che back- 
ground paper, has led to a series of recommendations. 


Full equity of women in the labour force reauires strong 
and visible commitment to that objective by Government. Positive 


action must be taken to encourage the participation of women in al] 
levels of industry, unions and government throughout the Province of 
Ontario. The patterns of disadvantage for women in the labour force 
are clearly pervasive, systematic and have been quite resistant to 
change. | 


In order to facilitate real change, rather than merely debate 
and further study, Council presents here a number af vital recommendations 
which comprise the essential components of Emoloyment Stratecies for 
Women in the 1980's. This is a concise set of recommendations which 
must make up the core of any meaningful employment strategy for 
women. To do otherwise is to pursue Diecemeal tinkering. The oolicy 
areas covered by these recommendations are inter-related and must 
be addressed simultaneously. 


ie 


RECOMMENDATIONS 


Equal Pay for Work of Equal Vague 


That Ontarto enact and implement Legislation which 
prohibits the establishment or maintenance of 
diggerences in wages between male and female 

employees employed by the same employer who are 
pergormeng work of equal value as deternined on 

the basis of the srikl, effort, responsioirity, 

and working conditions required for the persermance 

of the worr; and that for purvoses of this Legislation: 


e ‘wages" be defined broadly to include 
all forms of remuneration such as 
employer contributions to pensions, 
life, and health and disability 
insurance, and any other advantage 
received directly or indirectly from 
the individual's employer; 


e wages differentials based upon merit be 
allowed, but only where there are formalized 
criteria for such merit differences and these 
criteria and information on the employee's 
performance with respect to them are commu- 
nicated to the employee; 


Comment: Differences in pay between individuals of 
(the same or) different sex based upon merit should 
be allowed, but merit pay is open to abuse, and 
implementation guidelines should protect, as weil 
as possible, against sucn abuse. 


wage differentials based upon differences 

in seniority be allowed, but that guidelines 
include limits on the relative weighting that 

is allowed for seniority in relation to skill, 
effort and responsibility, and that work-related 
experience be weighted as an aspect of seniority; 


Comment: Historically women have Tess seniority than 

men because of child bearing and child rearing. As a 
result, women are the first to be fired or laid off in 
periods of economic downturn. To allow wage differences 
based on seniority discriminates against women. Efforts 
to redress such imbalances must be made (e.g. accelerated 
seniority; maternity and paternity leave included in 
calculating seniority, etc.) 


wage differentials associated with regions be 
allowed; 


Comment: Establishments of the same employer may be 
located in different regions which have differing 
general wage levels, and the legislation should 
permit employers to conform to norms of the parti- 
cular regional labour market. 


Guidelines must include limits on the relative 
weighting that is allowed for working conditions 
in relation to skill, and responsibility; 


Comment: Working conditions are justifiable as a 
factor related to wage differences, e.g. as between 
two meat cutters doina the same job, but one working 
in a cold storage room and the other in a normal 
temperature room. However, remuneration for 

working conditions can easily be biased in favour of 
the conditions that characterize men's jobs. 


the provisions of this legislation apply to all 
employees where there are sufficient employees to 
enable a fair comparison of jobs; 


wage differentials based upon the distinction between 
part-time and full-time employees not be allowed; 


Comment: More than 25% of women work part-time, 
compared to 6% of men. Part-time workers should 
receive prorated pay and benefits. 


that comoliance snould be enforced on the govern- 
ment's initiative as well as in response to complaints 
and that tough negative sanctions be enacted to en- 
Sure compliance; ; 


that class action be included in the proposed 
legislation. 
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Need to Legislate 


Affirmative Action in 
the Public Sector 


Legislated affirmative action in the public sector is 
urgently needed. The Council supports the changes to the program 
for women Crown employees introduced in February, 1980, but 
feels that the program snould be strengthened further by 
providing it with legislative authority. Legislated contract 
compliance and affirmative action for the private sector should 
follow. These are described in recommendations 2, 3, and 4, as 
follows: 


2. Leacsiated Agacunative dation Program for 
Women Crown Empiouees 


That the goverment of Ontario 2egislate cts 
aggvunetive action program jor women Cracun 

employees ta ensure egual oprortuncty jor 

women in the Onitarto Publica Service. Pase 
discrimination ard nistorical inbalances in the 
oceupational and satary status og women Crown 
employees must o2 redressed. Tne Legeslation would: 


@ provide authority to give preference to women 
in order to speed up imorovements to their 
occupational distribution; 


@ establish penalties for noncompijiance. 


Need to Phase in Contract Compliance 
and LegisTated Affirmative Action 


in the Private Sector 


The Council feels strongly that there is a need at this time 
for legislated affirmative action for the private sector (Recommendation 
#4). Council recognizes that such a program will require considerable 
time and effort for development. In order to phase in the program, 
it is recommended that the Government begin by developing a legislated 
contract compliance program (Recommendation # 3). As a first step in 
phasing in the more comprehensive affirmative action program, legislation 
could also be introduced, requiring all employers to provide data on the 
number of women on their payroll and the percentage of the payroll women 


receive. 


3. Contract Compliance 


That the Ontario Government and the Federal Govermment* 
adopt a program of contract compliance designed to ensure 
wnat: 


- Egual empLoyment opportuncty prtnetples are followed 
by al& Government contractors and sub-contractors; 


- Government contractors undertare ag firmative action 
to ensure such equatrity of opportunity {or women; 


- Onganizations, agencies and insttiuiions reeecving 
government grants undertare asfcunative action to 
ensure equality 04 opportuncty fcr women. 


The following should be incorporated in such @ program: 


@ an initial 5-year pilot project of contract 
compliance be developed and implemented, with 
a full independent review at the end of the 
5-year term; 


@ contract compliance be applicable not only to 
"supply and service" companies but also to all 
groups, including companies, agencies, sub-. 
contractors, institutions, associations and 
governments which are provincially funced or 
which receive government grants; 


Comment: Consideration will have to be given to size 
of group and amount of contract when determining the 
detailed mechanisms for administaring the program. 


* We recognize that several of the recommendations in this Brief do 
not fall directly within the Province's mandate. We feel cog eee 
however, tnat the Province jis able to influence decisions in othe 
BUrTSCICtions: 
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@ a written Affirmative Action Plan (AAP) which 
includes goals and timetables be submitted at 
the time the contract is entered into. As a 
minimum, this plan should include data on the 
number of women on the payroll and the propor- 
tion of the payroll women receive. 


@ a graduated penalty system should be introduced 
to precede contract cancellation and debarment 
of future contracts. 


@ the contract compliance program be within the 
aegis of the Ministry of Labour; 


@ a strong public awareness and education program 
be a fundamental component of the contract 
compliance program; 


6 contracts must be linked to affirmative action 
plans which set aside a certain number of spaces 
for skilled labour jobs and skilled labour training/ 
apprenticesnio programs for women. 


As4cunative Action son the Private Sector 


That the Ontario Government develon Legislation designed 

Lo ensure equal opportunity tirrouan ayicrumative action 

tn the private sector. This would require a22 empLouers 

tn the province to develcp asidirumative action plans treat 

Woukd serve to redress imbalances in the occupational 

and salary status of women empdoyees. Legislation should 
ensure: 


r that a monitoring and enforcement agency be 
established to review affirmative action plans, 
monitor progress, review complaints and apoly 
Sanctions; 


e that employers submit a written affirmative 
action plan that includes goals and timetables 
to the designated monitoring body; minimally, 
employers should provide annual data on the 
number of women on their payroll and the per- 
centage of the payroll women receive. 


e that a graduated penalty system be introduced; 


e that ‘good faith' efforts be considered in 
assessing progress. 


5. Comprehensive Child Care Policy 


That Ontario develop a comprehensive child care policy 
designed to increase the avatlabibity of aacessible, 
aggordable child care in the province. Tre poticy 
should recognise child care 45 a veial gamely suppore 
service for anyone who needs it, Funding snould not oe 
exclusively for the socially assisted segment of our 
society. Funding of child care should de based not onty 
on a S0ciakl welsane model, but also on an educational 
model. AS a first step in the develcnment of program 
elements in a comprehensive child care policy, the 
Government of Ontario should: 


e enter into discussions with the Federal 
Government to renegotiate the present child 
care funding arrangement under the Canada 
Assistance Plan; 


Comment: The purpose of these negotiations would 
be to move away from the present welfare orientation 
of child care funding, through having federal funds 
distributed to the provinces without the current 
limitations imposed by the Federal Government. A 
new arrangement should be made whereby the province 
receives funds, but these are not earmarked to be 
administered in any specific manner. Tnis would 
permit the Province to administer child care funds 
in a manner consistent with the child care objectives 
and goals of the province. 


be 


@ increase the total budget allocation for 
child care, including a major funding program 
to provide direct funding to municipalities, 
non-profit organizations and agencies to 
increase the number and accessibility of 
group child care spaces; 


e introduce a graduated system of tax credits 
for child care expenses similar in structure 
to the property tax credit system; 


Comment: The tax credit system should be introduced within 


the context of a major increase in total budget allocation 
for child care. 


@ modify the formula for child care subsidies 
(including Form 7) to expand availability of 
supervised child care to middle income families; 


@ expand the use of existing surpius classrooms for 
community schools which will provide child 
care and community centre programs in 
addition to existing elementary education 
Programs. In order to develop this plan, 
an inter-ministerial steering committee 
should be set up, composed of representatives 
from: Ministry of Education and Colleges and 
Universities, Ministry of Culture and Recreation, 
Ministry of Health, Ministry of Intergovernmenczal 
Affairs and Ministry of Community and Social 
Services; 


Comment: Oata should be collected and published on a 


province-wide basis showing the number of schools which 


are anticipated to be shut down, by district and class- 
room size so that a realistic projection of the cost of 
using these classrooms for childcare can be made. The 
implications of including daycare facilities in new 
residential and commercial facilities should be explored. 


establish @ province-wide centralized public 
information child care referral system through 
the educational system for use by parents seeking 
information on child care programs available in 
their community for both pre-school and school- 
age children; 


institute optional full-day senior kindergarten 
for five-year olds in those schools wnere the 
staff and facilities make a full-day program 
possible; 


child care facilities should be available 24 
hours per day to assist professional and snift 
workers and to kelp parents cope with emergency 
Situations; 


expand the role of the Children's Services 
Division to work with unions, industry and 
other organizations to set up child care 
programs ; 


encourage the Quality of Work Life centre in 
the Ministry of Labour to address the child 
care needs of parents in the labour force; 


encourage management and unions in both private 
and puDlic sector to address the child care 
needs of their employees; 


establish a tax incentive to encourage employers 
to provide workplace child care facilities where 
possible and desired; | 


ensure that child care services in the home can be set 
up as a small business in order that care 

givers can deduct expenses and that a formal 

schedule indicating deductions be incorporated 

into the Income Tax Act; 


> 
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Women in Non-Traditional Jobs 


That Ontario develop a rrcanam to increase the nanrticieatiag 
o4 women <n non-traditionar jobs, especiatly the skizled 
trades, in the Proviace. 


Comment: The Council realizes that the majority of funding 
for training women for non-traditional jods comes from the 
Federal Government. However, the province can use its 
bargaining power to gain benefits for Ontario women only 

if it has a detailed employment strateay plan with firm 
targets. The province also nas an important role to play 
in educating women as to the opportunities available to 
them in non-traditional occupations and it can also urge 
employers to accent more women into non-traditional 
occupations. 


Tnis should include: 


° setting, monitoring and enforcing annual targets 
for women's participation in skilled trace 
apprenticeship and training programs; 


e establishing of pre-apprenticeshio training programs 
specially designed to recruit and preoare women 
for skilled training opportunities; 


° Providing information in all vocational training 
Programs on the changing role of women in society, 
their legislated rights, their participation in 
the workforce, etc.; 


® mandatory awareness-training for guidance counsellors 
and teachers at the public school and high school 
levels; 

e a major review of the entrance requirements 


and procedures to skilled trades training 
programs and jobs to determine their effact 
Cn women's access to skilled trades; 


® an increased commitment to the awareness/aducation 
Program to publicize and improve the imace of 
women in non-traditional jobs; 


Pa 


encouragement to the private sector to expand 
on-the-job training proarams which include 
quotas for female parttcipation. 


ensure that government training grants and 
Drograms, such as the Employment Development 
Fund, contain a proviso requiring Affirmative 
Action programs. 


encouragement to employers to take responsibility 
for training in order to provide the skilled 
labour force required in Ontario. 


increased financial and other resource support 
for the existing Federal Program, Introduction 
to Non-Traditional Occupations; 


mandatory awareness-training for: (a) apprenticeship 
counsellors; and (b) manpower training staff who 
interact directly with the public; 


a well-publicized information and counselling 
service for women wanting information on non- 
traditional job opportunities and training 
programs. This service should also assist 
with the problems faced by the first wave of 
women in the skilled trades. 


Human Rignits Leatslation 


That the Ontario Government amend the Human Rignits Legislation 
to include: 


a provisa for class action; 
a proviso gon the redress of Sexual narassmeni; 


a proviso gor the Commission to order an Ag gcunacive 
Action Plan. : 
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Penstons 


That the Government of Canada introduce into 
the Canada Pension Plan a provision to alow 
women to Aeceive ane: Loward tnerir Canada 

Pension for time spent cut of the worksorce 

hearing chieédnren. 


Comment: Council] urges acceptance of the principle that 


the cost of perpetuating this society should be shared 


by everyone. Society has allowed women to bear the 
economic burden of child bearing, especially in cases where 
there is marriage breakdown, widowhood or divorce. 


Council supports the dropout provision as a first sted in 
recognizing that child rearing is a basic part of the 
economy which is deserving of economic recognition. The 
Government of Ontario is urged to remove its opposition 
to the dropout provision. 


ake ASL 


That people who work in the part- time Labowr get 
Should recercve equal benescts in relation to tie 
hours worked, AS @ general prineivle, workers and 
their empLoyer snould contribute toe vensicon plans 
segardless Of nours worked. 


Comment: Tne Council feels that pensions are a right 
In employment. Women snould not be discriminated 

against in respect of any term or condition of employment 
- including pensions. 


Tnat tre Government 04 Ontartu onpese the continued uw 
Of actuaual tables te fusiisy raying uneguadr benedci 
for men and women as 4t would cypose the use of 
aAnbLérary measure which served to fustisy ddajere 


treatment oased on 82x. 


Tnat pensions snould be vortadle and tne regucteme; 
for serwice and age be 2Cdberaldizad se Giae women 2 
fie ine 


nenalized as to thecr eventuad rension cenesics. 


That tne policy for aranting sudedie rensians 


awry 


oleae | Benesits and Gene val Websare preg te A 


maticaciu the head on Bite A ekeds fo68 S ne2iay WHLCAN 
would allow either socuse to assume that xele 


ey 
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Unemployment Tnsurance 


That the Federal Government reject the concept o4 the 
two-tiered system as a basis for the assignment of denegcds 
fon the UnempLoyment Insurance program because ct assigns 
benesits on the basis of the family rather than work and 
dispnroportionately reduces the benefits owing to women 
whose benefits are already Lower than men's due to tnecr 
Lower sakary Level. 


Comment: The Federal Government should seek more 


comprehensive and responsible methods to reduce the 
cost of the U.I. program that do not penalize women - 
such as the integration of the U.I. program with a 
stronger employment strategy for women. 


That the Federal Goverment reject the concept of 
a 20-hour weerky minimum for cnsuranrrcty. 


Comment: Because of the large number of women wno 


work part-time, women disproportionately suffer from 


the establishment of a 20-hour weekly minimum for 
insurability, i.e. 2.4% reduction of the total 
benefits paid to female claimants compared to a 0.7% 
reduction for male claimants. 


Immiaqrant Women 


The Counci2 48 currently preparing a major report 
concerning immigrant women. Tris report weld oe 
nresented to the Government ucitn a furl set 04 
recommendations. 


Ns 


18. 


Bats 


- 


Demesixia Workers 

That ale Labour-related Cegrslation oe reviewed urth 
consideration given to exvansion to ecover ne 2ive-cn 
domestic worrer and tnat a snecia2 standard jor 
domestic worrers be inedcuded in tne Emozcoyment Standards 
Act. 


Matermrcity/Paterncty [ssues 
That the EmpLoyment Standards Act be chanaed tn order to: 


@ prohnioct dismissad on dametion gor pregnancy 
sor Ahk femaze aemplevees, regardless of 2ength 
Og service on eligedebity jor leave; 


@ nrovede for maternity Leave ast2r one year 04 
Service, <ndstead of one vear aid eleven week 
as Lt 46 in the present 2egisictcon; 


@ olzee the cnus of proog cg nen-viodation cn 
aempLouer whe 44 aldeged to nave contravenes 
provisions o5 the Aci; 


cect 


We 


9 wrovide fcr watemity and adepmon Ceave. 
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